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CIVIL SERVICE PAY RESEARCH UNIT 
ANNUAL REPORT, 1958 



Scope of the Report 

1. The Civil Service Pay Research Unit began operations in October, 

1956. The first Annual Report covered the twelve months to 31st October, 

1957. This Report carries the account of the Unit’s work up to the end of 
December, 1958. 

2. The first Report contained an account of the origins and purpose of the 
Unit, its constitution, organisation, working methods, the work accomplished 
in the first twelve months and the problems encountered. The constitution, 
aims and organisation of the Unit remain unchanged and this Report will be 
confined to a brief account of the work done in the period under review 
and the problems which have arisen. 



Staff and Organisation 

3. The Unit’s establishment of 3 Controlling Officer posts and 17 Survey 
Officer posts remains unchanged. One Controlling 'Officer and two Survey 
Officers left the Unit to take up other appointments during the period, then- 
places being filled by new recruits. 

4. Close contact has been maintained with the Steering Committee through 
the Chairman and the Vice-Chairman on general issues, and with repre- 
sentatives of the interested Departments and Associations on their own 
particular surveys. 



Work completed 



5. The following reports were completed between 31st October, 1957, and 
31st December, 1958: — 



Telephonists (G.P.O.) 

Messengers and Paperkeepers 

Sighted Telephonists (Non-G.P.O.) 

Typists and Machine Operators 

Telegraphists (G.P.O.) 

Radio Operators (G.P.O.) 

Overseas Telegraph Operators (G.P.O.) 

Royal Park-keepers 

Technical Officers (G.P.O.) 

H.M.S.O. Office Repair Shop Grades 

Clerical Grades 

Hotel Managers (State Management Scheme) . . . 
Public House Managers (State Management 

Scheme) 

County Court Bailiffs 

Photoprinters 

Brewery Grades (State Management Scheme) . . . 
Linked Departmental Classes of Instructional 

Officers ... 

Technical Classes ... 



1st November, 1957 
14th November, 1957 
22nd November, 1957 
20th December, 1957 
23rd December. 1957 
27th January, 1958 
30th January, 1958 
4th February, 1958 
25th February, 1958 
12th March, 1958 
1st April, 1958 
11th April, 1958 

21st April, 1958 
31st May, 1958 
5th June, 1958 
23rd June, 1958 

21st October, 1958 
, , 28th October, 1958 
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In addition one Extract Report relating to the duties, pay and conditions of 
service of Typing Supervisory Grades was compiled from mformation already 
in the Unit’s possession. At the request of the parties information relatmg to 
pay and conditions in six reports was brought up to date. 

6. The following surveys were in hand at the 31st December, 1958 ; 

Ad mini strative Class. 

Architectural and Engineeting Draughtsmen and Tracers. 

Coast Preventive Men. 

Customs Watchers. 

Executive Class. 



Illustrators. 

Land Preventive Men. 

Museum Craftsmen. 

Nine further surveys were awaiting attention. 

7. During the period under review we visited 264 firms ^d orgamsations, 
of whom 71 had been visited during our first year’s worfang and 193 were 
new contacts. A number of firms and organisations helped us with more 
than one report and we received assistance with 360 separate engines, some 
of them inTOlving visits to separate estabUshments often m different parts 
of the country. The number of visits totalled 838. 



Working Methods 

8. There has been no change in the basic pattern of the workmg niethods 
established during our first year’s operation and described in the first Annual 
Report Further experience has led to greater facility in the apphcation or 
those methods and the new work undertaken has given rise to a number of 
new problems arising principally from the increased scale and scope of 
some of our more recent enquiries and the extension of our enqumes to 
posts of tiigher responsibility. We have also widened our experience of 
exarnining technical work with the aid of Technical Advisers. 

9. Each enquiry was allocated to a Controlling Officer and a number of 
Survey Officers, varying from one to eight according to the scale of the 
enquiry. In aU cases there was a preliminary study of the duties of the 
Ci^ Service grade or grades to determine the nature and range of the work 
and the features likely to be particularly significant for purposes of com- 
parison, followed by a programme of outside enquiries m orgamsations likely 
to employ staff on work of a similar character. 



Selection of Fields of Comparison 

10. The programme of study of the work of the Civil Service grades was 
in aU cases settled in discussion with the parties, to whom the Unit lookM 
to provide the programme from which would be derived the standards to be 
used in making comparisons. For the programme of outside visits vary mg 
methods were adopted depending partly on the nature of the enquuy and 
partly on the views of the parties. In some cases, such as Pubhc House 
Managers and Hotel Managers, the field to be covered was self-evident and 
subject to the guidance of the parties on items of particular interest the Unit 
was responsible for making a reasonable and representative selection. In 
other cases agreement was reached with the parties on the scale of the 
programme both in total and within the various industrial groups to be 
covered, and the selection of firms and organisations within each field of 
comparison was made by the Unit in accordance with broad rules agreed 
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with the parties. In other cases the parties preferred to nominate lists of firms 
from which the Unit would make a selection. 

11. As anticipated in our first Report our wider experience enables us to 
offer an increasingly useful service to the parties in the selection of fields of 
comparison. The Unit’s discretion to select particular firms strengthens the 
safeguards for maintaining the anonymity of those firms who help us subject 
to this condition, and is of particular value in enabling us to widen the field 
of exploration and to spread the inevitable burden of our enquiries. 

Relations with Employers 

12. This latter consideration is an acute and ever present problem. We 
paid tribute in our first Report to the patience, goodwill and public-spirited 
generosity of those employers who had assisted us with our enquiries, or 
rather, made those enquiries at aU possible. Our continued operations have 
inevitably increased our indebtedness, and in particular we are acutely 
conscious of our very heavy obligations to those whose assistance we have 
sought in a large number of our enquiries. We have, as far as possible, 
tried to avoid making repeated calls at the same address, but we must 
recognise that certain large organisations, by their scale and variety of 
operations, can hardly be avoided in a number of enquiries if a representative 
picture is to be obtained. In this context the nationalised industries are clearly 
in a special position. In these cases we can only accept with gratitude the 
goodwill which has been so generously extended to us. 

13. It is not only the scale of our operations which demands acknowltdge- 
ment for the assistance we have received. We have, in some of our enquiries, 
been examining the duties of those occupying important posts and this has 
posed new problems partly arising from the confidential nature of some 
of the information which we seek and partly from the demands on the time 
of very busy people. We have been heartened by the serious minded and 
public spirited way in which our requests for assistance have generally 
been met. 

14. The extension of our enquiries to senior posts has naturally involved 
more discussion with those whose assistance we seek in explanation of our 
aims and proposals, discussion that has often been directed to our working 
methods and the possibihty of being able to make useful comparisons, as 
firms and organisations naturally wish to satisfy themselves that, if they 
collaborate, a useful purpose is likely to be served. 

Job Evaluation 

15. In discussing this question we have found a very general agreement 
with our own conclusion that we cannot tackle the job by seeking to apply 
standard systems of job analysis and job evaluation. Even firms which apply 
such systems within their own organisations would not claim that the relative 
values reflected by the system, which serve a valuable pu^ose in internal 
staff administration, have any universal objective validity which would enable 
us to use them for comparing jobs in different firms, organisations and 
industries. 

Functional Comparison 

16. In the absence of any system of analysis of a general character which 
would enable us to make comparisons of jobs of different kinds with the 
necessary precision and objectivity to carry conviction we have come to rely 
fundamentally on what we call “ functional comparison ”. We seek in outside 
organisations for those functions having some similarity to CivU Service work. 
Where the civU servants and their outside analogues are both engaged in 
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the performance of a function directed to similar aims and using similar 
methods the basis for comparison is clear and convincing, and the task 
resolves itself into an examination and comparison of duties and responsi- 
bilities at different levels. This method of comparison is readily applied, and 
indeed no other method is considered, when there is a very close correspond- 
ence of function within and outside the Service. It is assumed, for example, 
that typists will be compared only with typists. 

17. Within the field of executive work we have been able to apply the 
same methods. Officers in the same Civil Service grade may be carrying out 
widely differing functions, such as audit, local office management, pur- 
chasing, stores management, staff inspection or accounting. We do not need 
to concern ourselves with the relative valuation of these different functions 
implied by the Civil Service grading system. We are only concerned to be 
able to identify similar functions in outside employment which will enable us 
to make comparisons of similar work. It is, of course, true that we rarely 
find in outside employment a mirror reflection of Civil Service jobs, but so 
long as there is a sufficient core of similarity in the work being performed 
to provide a self-evident standard against which points of difference can be 
noted, useful comparisons are possible. 

Limitations of “ Fair Comparison " 

18. Not all the enquiries we have undertaken have lent themselves readily 
to the methods of comparison described and we have drawn attention in 
such reports to the limited value of the results we have achieved. Where there 
is Uttle similarity in outside employment to certain specialist Civil Service 
activities there is difficulty in the first place in defimng a reasonable field 
of selection, as the absence of any close functional similarity _ means that 
recourse must be had to broad criteria of relative skill and responsibility which 
apply with equal validity over a very wide area of employment. In the second 
place, the comparisons which can be made in a field somewhat arbitrarily 
selected are so general as to give little useful guidance. 

Programme Building 

19. In our last Report we noted that the Steering Committee had prepared 
a programme of work for the Unit covering three main divisions of the Civil 
Service— administrative, executive and clerical work, technical work, and a 
miscellaneous group of specialised grades and classes. Items under each of 
these headings were included in our programme, which was_ intended to 
represent broadly one year’s work. In fact, it is likely to take twice that time. 
Estimates of the time and resources required for particular enquiries can 
only be determined when the size of the internal and external progra^es 
is known, and detailed information on these points has only become available 
when the enquiries were shortly due to begin. In order to provide a better 
basis for giving estimates to the Steering Committee we have undertaken a 
preliminary exploration of aU the items listed on our programme so that 
we can form at an early stage some broad idea of what is involved. We 
have also introduced closer accounting of the time spent on the various 
aspects of survey work so that when the detailed programme is established 
firmer estimates can be made. 

Technical Advisers 

20. We have now had considerable experience of the assistance of Tech- 
nical Advisers, who were associated with the surveys covering Technical 
Officers in the Post Office. Instructional Officers and Technical Classes. The 
last survey was a comprehensive enquiry covering technical staff employed 
in shipbuilding, general engineering, electronics, aircraft inspection, buildings. 
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mechanical and electrical installations, quantity surveying and estate surveying. 
Each of these sections represented in effect a separate enquiry, and each had 
its own speciahst Technical Adviser or Advisers. 

21. The association of Technical Advisers with the Unit’s work com- 
plicate the planning and the execution of the survey but despite these 
administrative complications the arrangement has worked well. The Advisers 
have played a full part as temporary members of the Unit and have made a 
valuable contribution to our work as well as carrying the assurance to those 
interested in the outcome that technical aspects have received full and expert 
consideration. 

Other Developments 

22. The problems with which the Unit is concerned are not peculiar to 
the Civil Service in this country and we have noted with interest that the 
Canadian Government has established a Pay Research Bureau under the 
control of the Civil Service Commission which carries out field enquiries with 
a broadly similar purpose to our own. In the National Health Service and 
in British Railways independent bodies have been appointed by joint agree- 
ment to examine the duties, pay and conditions of service in certain com- 
parable occupations in other fields of employment. Many private employers 
give much attention and effort to keeping their standards in line with the 
practice of other good employers and have shown interest in the Unit’s 
working methods and the technical problems encountered. 

Current Problems 

23. Since the Unit began operations work has been carried out under 
continuous pressure nonetheless real because of the forbearance and under- 
standing of those who have sometimes had to wait longer than was expected 
for the results of our enquiries. It must be recognised that as there are 
within the scope of our operations over 700,000 civil servants organised in 
some 1,400 difierent grades, coverage by the Unit will inevitably mean a 
long term programme. In fact, the numbers in the grades covered by enquiries 
so far total 480,000 and there are a further 90,000 in grades at present under 
enquiry or due to start within the next two or three months. 

24. One problem which is of continuing concern to the Unit and to 
those who co-operate by giving us information and facilities for investigation 
is the sheer volume and complexity of the material which goes to form our 
reports. In part this is a transitional problem. As we pointed out in our 
first Report our initial enquiries are inevitably the most burdensome and 
time consuming, but once lie work of job analysis and job comparison has 
been completed it is a relatively quick and simple matter to bring up to date 
when required information already in our possession on pay and conditions. 
It has been agreed that enquiries regarding such changes should not be 
made at intervals of less than twelve months. 

25. It is in the direction of simplifying and speeding up our work that 
future developments must lie. That relevant facts can be objectively ascer- 
tained and presented is already proved. The co-operation and goodwill of 
outside employers have been sohdly demonstrated. They, no less than the 
Unit, will welcome any modification of requirements or technique which 
will make our operations simpler and quicker. 

Queen Anne’s Chambers, 

28, Broadway, 

London, S.lT.l. 

January, 1959. 
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